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The objective of this study was to investigate the compensation management, to study
employees' motivation of Kunming Haitian Hotel, and to study the relationship of the
compensation management and employees' motivation of the Kunming Haitian Hotel. The
research instrument was the questionnaire. Data collected were analyzed through frequency,
percentage, mean, standard deviation and Pearson’s correlation coefficient. The sampling of
this study was 80 individuals, those gender of female, aged between 26-35 years, graduated
with high school, duration of employee 1-5 years, monthly income 3,001-4,500 Yuan. The
analytic results of the compensation management and employee motivation of Kunming Haitian
Hotel, with mean score of 3.65 was at agreeing to lowest mean scores as follows, the overall
was found that the respondents gave importance to level of compensation management was at
agreeing, rank first leasers was strategic compensation model, broadband pay model, the
comprehensive compensation model was at agree, respectively. In terms of employee
motivation, overall the respondents were at agreeing, with a mean score of 3.66. The factors
were ranked from highest to lowest mean scores as follows: power, achievement, and affiliation
at low level respectively. The results of hypothesis testing showed that the compensation
management and employee motivation of the Kunming Haitian Hotel was a strong positive. The
statistic significant was .05
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although the number of star-rated hotels in the country has been
reduced, the number of five-star hotels has become obvious [1].
The increase has increased from 509 to 739, an increase of
45.19%; the number of four-star hotels is also slowly increasing,
from 1984 in 2009 to 2013, to 2361, with a growth rate of 19.00%;

1. INTRODUCTION

Truism Industry, is also facing fierce competition and challenges.
On the one hand, the continuous pursuit of spiritual living

standards in recent years has made the tourism industry extremely
prosperous. With the continuous development of the tourism
industry, various types and scales of hotels supported by the
tourism industry have been built successively, and the
construction of hotels of different sizes and types has been built.
The competition in the industry has been further aggravated. The
increase in hotel entities reflects the booming development of the
hotel industry to a certain extent, which directly leads to an
increase in the demand for hotel employees. Although on the
surface, hotel employees have more choices in employment, but
to a certain extent The turnover rate and turnover rate of hotel
staff have continued to rise, and the turnover rate of hotel staff in
China has remained high. At the same time, some high-level
international hotel groups have joined the hotel industry.
Competition in China in recent years, which has The excavation
of high-level human resources with practical experience has
become another important reason for the loss of hotel staff in
China. According to the statistics of national star-rated hotels
published by the National Tourism Administration, it can be seen
from the analysis of the results that from 2009 to the end of 2013,
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With the intensification of market competition and the existence
of management problems, the number of star-rated hotels has
been significantly reduced. Taking two-star hotels as an example,
the number of two-star hotels in 2009 was 5,375, which is
available in 2013. The number of hotels has decreased to 2,831,
a decrease of 89.86%, and it can be seen from the statistics of the
hotel staff in the National Star Tourism Statistics Bulletin of
2011-2013 that among the hotel employees, The number of
employees with college education or above has increased year by
year, and the proportion has increased from 20.79% to 21.55%.
Among the hotel employees, the number of employees in five-
star hotels continues to increase. Especially five-star hotel
employees in the number of employees have a college education
is the fastest growing, these show a company's human resources
and the development of high-quality and competitive advantages
are inseparable. On the other hand, in the process of human
resource management, it is also very important for the
management of compensation, and involves many aspects, but
through research on the human resources management of some of
our existing hotels, the management of the hotel is on the hotel.
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Therefore, the researcher an interested is studying focuses
on the compensation management and employee motivation of
Kunming Haitian Hotel, that affect to human resources
management is not highly valued, plays a very limited role in the
daily management of hotels. These have led to insufficient
attention to the hotel's compensation management and increased
employee turnover. Another important reason. At present,
Kunming Haitian Hotel still implements the post salary system,
does not establish a true modern salary management system, and
lacks effective incentives for employees. This paper studies the
problems existing in the daily salary management of Kunming
Haitian Hotel, and finds out the causes of the problems, and finds
some countermeasures to provide some targeted guidance for the
future salary management activities of Kunming Haitian Hotel.

2. MATERIALS AND METHODS

2.1 Population and sample

In this study, Kunming Haitian Hotel. Selected as the target
group. The company is a typical manufacturing industry. It also
faces typical development issues. It is fully in line with the subject
of the study. The company has a total of 100 employees and
managers. The researchers used the sample scales of [2]. The
sample size were 80 Samples.

2.2 Research Instrument

This study used a questionnaire survey method to investigate
There is a relationship between compensation management and
employee motivation of Kunming Haitian Hotel. The
questionnaire design is divided into fourth parts. The first part is
the demographics of the employees. The design of the problem is
closed and has a choice of answers. The second part is the
compensation management level. The third part of the Employee
motivation level. The fourth part is the relationship between
compensation management and employee motivation of
Kunming Haitian Hotel. The questionnaire is divided into two
areas: individual compensation management and employee
motivation are designed as Level 5 answers [3]. 1 = very disagree,
2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree, all
questions in the questionnaire will be fixed after the professional
has conducted a reliability effectiveness test. This process ensures
that all issues are valid and reliable.

2.3 Data Analysis

Descriptive statistical analysis was used to describe the level of
compensation management and employee motivation of
Kunming Haitian Hotel. These data are described by frequency,
percentage, average and standard deviation. The relationship
between compensation management and employee motivation of
Kunming Haitian Hotel. There was use Pearson Product -
Moment Correlation Coefficient.
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3. RESULT AND DISCUSSION

3.1 The Opinion of Compensation Management

Table 1. Mean and Std. Deviation of Compensation
Management of Kunming Haitian Hotel (Overall)

Compensation Management Y SD Level Rank

1.Strategic
model
2.Comprehensive
compensation model
3.Broadband pay model 3.64 083 Agree 2
Total 365 0.82 Agree

compensa\tlon&75 0.84 Agree 1

359 085 Agree 3

Table 1 the overall was found that, the respondents gave
importance to level of compensation management was at agree
(X~ = 3.65, SD = 0.82), rank first leasers was strategic
compensation model was at agree (X = 3.75, SD = 0.84), rank
second leasers was broadband pay model was at agree (X = 3.64,
SD = 0.83), the lowest rank leaders was comprehensive
compensation model was at agree (X = 3.59, SD = 0.85).

3.2 The Opinion of Employee Motivation

Table 2. Mean and Std. Deviation of Employee Motivation of
Kunming Haitian Hotel (Overall)

Employee Motivation. Y SD Level Rank
1.Achievement 3.78 0.90 Agree 2
2.Affiliation 3.68 0.96 Agree 3
3.Power 4.04 047 Agree 1
Total 3.66 0.98 Agree

Table 2 the overall was found that, the respondents gave
importance to level of employee motivation was at agree (X =
3.66, SD = 0.98), rank first leaders was power was at agree (X =
4.04, SD = 0.47), rank second leasers was achievement was at
agree (X = 3.78 SD = 0.90), the lowest rank leaders was
affiliation was at agree (X = 3.68, SD = 0.96).

3.3 Hypothesis test results

Table 3. Summarize the relationship between Compensation
Management and Employee Motivation

Employee Motivation
. Achievement | Affiliation Power
Compensation
Strong Strong Strong
Management . . .
positive positive positive
relationship | relationship | relationship
Strategic
. .65** .68** .68**
compensation
Comprehensive
. 64** B1** .64**
compensation
Broadband pay 78** B7** 65%*
Total 69** .68** .66**

**_Correlation is significant at the .01 level (2-tailed).

Table 3 shows that at strong positive correlation between
compensation management and achievement (r = 0.69), there was
at positive correlation between performance management and
affiliation (r = 0.68), there was at strong positive correlation
between performance management and power (r = .66).
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3.4 Discussions

It is found that the most of respondents were female; were age
26-35 years old; the main force of the education background high
school. Duration of employment 1 to 5 years, monthly income
were 3,001-4500 Yuan.

Compensation management was at agree, rank first leasers
was strategic compensation model was at agree, rank second
leasers was broadband pay model was at agree, the lowest rank
leaders was comprehensive compensation model was at agree.
Strategic compensation model was at agree, rank first leader was
the company's distribution mechanism is keeping to the principle
of fairness impartiality and openness was at agree, rank second
leader was the company's compensation system can attract
excellent talents was at agree, the lowest rank leader was the
current salary can reflect your personal value was at agree.
Comprehensive compensation model [4].

This paper provides a comprehensive model of an agent’s
behavior in response to multiple sales management instruments,
including compensation, recruiting termination, and training. The
model takes into account many of the key elements that constitute
a realistic sales force setting: allocation of continuous effort;
forward-looking behavior; present bias; effectiveness of training;
and employee selection and attrition. The paper provides insights
into the way that employee training, recruiting policies, and
various compensation components affect both the selection and
performance of heterogeneous sales agents. In addition, the paper
provides two key methodological contributions. First, we provide
identification results for dynamic models with continuous and
unobserved choice variables, which arise in many empirical
applications but are often ruled out due to theoretical
intractability. Second, we consider a hyperbolic discounting
model as well as an exponential discounting model and provide
conditions under which each model is identified. The key to
identification is that, under a multi-period nonlinear incentive
scheme, an agent’s proximity to a goal affects only future payoffs
in non-pecuniary periods, providing exclusion restrictions on the
current payoff employees can get spiritual satisfaction from the
work itself and the company was at agree, rank second leader was
salary can improve the quality of life, the business benefits are
closely related to employee salary was at neutral. Broadband pay
model gave importance to the level of the Broadband pay model
was at agree, the salary is higher than the industry. The salary
return is fit to your hard work and your position according to the
specified time, the company's salary payment is accurately and
timely was at neutral.

4. CONCLUSION

The Company maintain of the strategic compensation model
broadband pay model and comprehensive compensation model
was at agree. the company's distribution mechanism is keeping to
the principle of fairness impartiality, the company's compensation
system can attract excellent talents the current salary can reflect
your personal value and broadband pay model was at agree, the
salary is higher than the industry The salary return is fit to your
hard work and your position was at agree, according to the
specified time, the company's salary payment is accurately and
timely was at neutral. Compensation management and motivation
has been observed by scholars and enunciated to be very
fundamental to an organization and in enhancing its performance.
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For an organization to stand a test of time and to enjoy
competitive advantage in a competing environment, effective
compensation strategy and for motivational factors must be put in
place to attract, retain and develop skillful employees that will be
dedicated, committed and endeared to the achievement of the
organizational set goals. Compensation management and
motivation as a veritable instrument in the hand of managers can
be adopted to reduce absenteeism, labor turnover, industrial
unrest and so on within the organization thus improvement on
organizational performance and employees performance is
guaranteed that lead to competitive advantage. However, for any
organization to enjoy sustainability and remain on top, adequate
remuneration and motivational process must be entrenched to the
philosophy of the organization that will be of great interest to both
the employees and the organization. This can be achieved through
periodical review of the remuneration package by the
organization.

Employee Motivation the respondent’s opinion of affiliation.
gave importance to the level of the affiliation was at agree, the
salary level matches your position employees have the same
training opportunities was at agree, the company's method of
rating outstanding employees is reasonable was at agree. This
implies that the respondents were adequately qualified to provide
reliable data in regard to the study variables. Further
interpretation pertaining to the education level of the respondents
is that the largest cluster of personnel is educated up to graduate
level and thus presenting an opportunity to embrace
organizational compensation management and employee
motivation in Haitian Hotel.

This  suggests that organizational —compensation
management positively influenced organizational employee
motivation in Haitian Hotel. The study recommends the need for
additional studies to be conducted in this area of study, however
particular consideration to be given to all sectors of the economy.
It will also be interesting to carry out a study in a public
organization setting so as to be able to establish if indeed the same
findings will be achieved. More studies regarding the
compensation and employee motivation has been shown to be an
important aspect of a firm, as it can, and does affect employee’s
behaviors, motivation and values. Organizational performance
management system creates career paths for employees as well as
groupings of people who remain in the firm for a long enough
time for a company culture to form. This outlook suggests that
firms can implement such management practices that foster job
security and internal career development in order to keep turnover
low and maintain those social phenomena that comprise
organizational culture (values, beliefs, norms, assumptions)
within the organization, and therefore forming a strong
organizational culture.

In this very competitive environment, any business
company will only survive and flourish if only it’s capable to
discover new products since creativity and performance is
inseparable. Greater levels of creativity lead to much innovation.
Growing an organizational culture that ignites and promotes
creativity and innovation is very essential for organizations which
are in quest of competitive advantage. Organizations should
develop a culture in order to use it as special unique competitive
advantage. Organizational culture triggers innovations, hence
producing better products and services. Organizational culture
balances the internal and external operations, enabling the
organization to realize new and profitable business arenas. For an
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organization to effectively utilize its culture corporately, the
organization should research and study to understand its culture

The compensation management should be improved in Kunming
Haitian Hotel because it boosts organizational performance.
Specifically, should motivate its employees to strive to achieve
the company’s set goals and objectives also cultivate a
compensation management in which employees are free and
conversant on how the company functions, mission, vision and
objectives that guide all stakeholders. should review and redesign
good ethical codes of conduct. These are organizational set of
principles and policies which guides the inter relationship
between the employees. The company is also required to motivate
employees to have a sense of belonging which boosts their
devotion to work because this will positively encourage effective
organizational performance.
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